Being annoyingly high in psychological safety: an internship by Lewis, Alex
Who I am
• 2nd year MS IO Psychology student




• Anything that will give me warm fuzzies
• Academic interests
• Emotional intelligence
• Mental health disorders in the workplace
General projects
• Data cleaning
• Situational Judgment Test 
Development
• Cleaning and clarifying items
• Test construction
• Onboarding process review
What I learned
First and foremost, I learned how messy real-
world data can be, as well as techniques to clean 
and handle real world data. I got tons of 
experience in Jasp and Jamovi, which I would 
consider to be a huge addition to my skillset in 
applied settings. I also learned about the 
general business side of IO psychology that 
cannot be taught in class. Being a psychology 
student, the business side of things made me 
feel a little out of my element, which is where 
my insanely high level of psychological safety 
came in. Sometimes to the detriment of people 
who have tried to teach me something – I am 
not afraid to ask questions. It was comforting to 
know I was in a safe environment where I was 
not expected to know everything, and I was 
happy to be given the tools I needed to learn 
both effectively and on the job.
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How I started at Talent Metrics
I learned of an opening through my professor and
applied with a resume and cover letter. I was
interviewed a week later, providing a general 
overview of my skills. The second round of the 
interview consisted of two assessments, one 
multiple choice test consisting of general 
psychology questions, more targeted IO psychology 
questions, and statistics questions. Additionally, I 
was asked to provide a writing sample by 
summarizing an article that Talent Metrics sent me. 
The third round of the interview was a realistic job 
preview, detailing which projects my position would 
be working on. I was offered the internship after 
the third round and I accepted.
What Talent Metrics is




• Providing solutions during four key periods
• Selection
• Training & Development
• Performance Appraisal
• Organizational Development
Front page of DEI white paper
Diversity white paper
I performed initial quantitative data 
analysis to identify trends in multiple 
choice responses. I also had the 
opportunity to analyze the content of 
open-ended questions to come 
identify response trends. After the 
data was analyzed, I created an 18 
page white paper detailing findings, 
trends, and recommendations for the 
future of DEI in the age of the 
pandemic, as well as in a work 
environment after the murder of 
George Floyd.
Survey Validation report
I ran factor analyses to confirm
previous results. After confirming 
previous results, I ran descriptives, 
correlations, and item analysis to 
determine key items on a survey, and 
produced a technical validation report, 
using best practices and thoughtful 
analyses to validate the survey.
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